Abstract
Introduction
In an organizational training context, learning transfer (or training transfer) is defined as the extent to which employees effectively transfer and apply the knowledge, skills, and attitudes learned in training to their work for improving job performance.
Training in organizations is an investment that should result in improved learning and performance, which, in turn, should lead to improved organizational performance. However, a large number of employees do not use what they learn when they return to their jobs (Baldwin & Ford, 1988) . Consequently, despite large financial investments by organizations in training -$400 billion annually in direct and indirect cost in the United States (Holton, Bates, Selyer, & Carvalho, 1997 ) -the resulting payoff in improved work performance is only 10-13% (Garavaglia, 1993) .
Evaluation of training effectiveness has shifted from an emphasis on individual performance based on the Kirkpatrick's (1979) four-level model of reaction, learning, behavior change, results to notions of (a) Return on Investment (ROI) to training in organizations (Phillips, 1997) , and (b) a holistic, systems approach considering both the training environment and the work environment in which individuals perform and to which they bring their unique characteristics as trainees. In this systems perspective, Holton, Bates, and Rouona (2000) conceptualize a training transfer model in which learning leads to individual performance, which, in turn, results in organizational performance. These are the desired primary outcomes of training. Individual performance is influenced by trainee abilities and characteristics and the work environment. To assess training transfer the authors propose a learning transfer system inventory (LTSI) instrument built on 16 constructs and 112 items (Holton et al.) . The LTSI was adapted for this study.
On-the-job training of extension workers in technical and process knowledge and skills is an important activity in rural development projects, and usually represents a significant investment of time and financial and human resources. However, serious evaluations of extension training efforts in terms of individual learning transfer and improved job performance and the resulting impact on organizational performance are not done in any consistent manner. Trainers and administrators are generally satisfied with speculations that "some good" may have resulted. This study was undertaken to see if learning transfer occurred in a specific training context in an extension project in Ukraine.
Project Background
The project was a three-year outreach education effort (March 1, 2002 -February 28, 2005 funded by USAID to improve income of agricultural producers in three oblasts (states) in Ukraine through agricultural extension. Project structure consisted of a central coordinating office of the U.S. contractor -Louisiana State University -and the Government of Ukraine, and three outreach education centers based at oblast (state) agricultural academies/universities. Twenty-one subjectmatter specialists with academic backgrounds in agricultural disciplines housed at the university campuses and 15 raion specialists with a 4-year bachelor or 2-year diploma in agriculture or economics located in the oblasts' raions (similar to counties in the U.S.) were core extension educators in the project. Activities in the first year of the project (2002) (2003) included establishment of raion extension offices, hiring, orientation, and in-service training of raion and university specialists, and organization of education programs for clientele.
Of interest to this study is the intensive program development in-service training specialists received from the project's four-person training team to prepare them for their adult educator role. University specialists participated in oneday training sessions each month over a 7-month period. Raion specialists attended 12 one-day training sessions in approximately the same time period. University specialists who received the program development training were involved in teaching raion specialists. Training included such topics as "Extension theory and practice, Program development, Advisory committees, Situational analysis, Adult learning, and Extension methods," and demonstrated, through active trainee involvement, the use of interactive teaching techniques appropriate for working with adults.
Purpose and Objectives
The purpose of the study was to answer two questions: (1) 
Methodology
Instruments were developed to assess perceptions of raion specialists, university specialists, and specialists' supervisors. Two sections of the raion and university specialists' instruments were the same (1) learning transfer comprising 16 program development tasks grouped under four categories -working with advisory committees, planning, implementation, and evaluation -with a five-point Likert scale to determine the extent to which the tasks were performed in their work, and (2) training transfer climate comprising 25 items in eight categories -personal efficacy, motivation, learner readiness, training content, personal outcomes, feedback/coaching, organization/supervisor support, and peer support. The categories and related items were selected from the 16 LTSI constructs. These adaptations were made because the staff was (a) relatively new in their educational role, and (b) the study of the learning transfer concept in a different culture was exploratory. It is realized that selective truncation of the instrument could affect its reliability. The adapted instrument could also not be tested for reliability because of the small number of responses. This is a limitation of the study.
The instruments were checked for face validity by a panel of LSU faculty and students. The instruments were developed in English and translated into Ukrainian. Data were gathered in April-May, 2003. Project trainers personally interviewed 15 raion and 21 university specialists at their respective work locations. Supervisors were also asked to assess specialists. University Specialists' Supervisors (2) in two oblasts completed an assessment for each specialist under their supervision. The Oblast Center Coordinators (2) completed one assessment form for each raion specialist in their respective oblasts.
The data were analyzed for item and programming category/transfer climate factor means. No statistical analysis was conducted because of the small number of responses in the two specialist groups.
Results
Objective 1. Compare perceptions of raion specialists and university specialists of program development learning transfer and transfer climate.
Based on the scale established to interpret learning transfer means, raion specialists transferred what was learned in all four programming categories to a greater extent than university specialists (Table 1) . Comparing raion specialists by oblast, there was practically no difference in learning transfer. However, among university specialists, Cherkasy (C) specialists transferred all 16 tasks to a greater extent than Khmelnytsky (K) specialists. Trainers felt that, during and subsequent to the training, Cherkasy university specialists as a group were more receptive to the new ideas and knowledge presented, responded more positively to the training, and believed more strongly in the need and value of an extension service in their oblast. a Means calculated from a five-point Likert response scale on the extent to which task was done; 5 = very great extent; 4 = great extent; 3 = moderate extent; 2 = slight extent; 1 = no extent. Interpretive scales: 4.26-5.00 = very great extent; 3.26-4.25 = great extent; 2.26-3.25 = moderate extent; 1.26-2.25 = slight extent; 1.25 and less = no extent. b University specialists indicated extent of assistance to Raion specialists in programming tasks. c This task was not emphasized as much as other tasks in the training. Table 2 indicates that raion and university specialists in both oblasts agreed at about the same level that the learning transfer climate categories/factors had a positive influence on learning transfer. This suggests that the oblast centers are providing a conducive work environment for all specialists to participate in and apply learning, and the specialists themselves are personally effective, motivated, and satisfied with their work. Note. K = Khmelnytsky Specialists; C = Cherkasy Specialists. a Means calculated from a five-point Likert scale on the extent of agreement with positive statements on transfer climate conditions; 5 = strongly agree; 4 = agree; 3 = undecided; 2 = disagree; 1 = strongly disagree. Interpretive scales: 4.26-5.00 = strongly agree; 3.26-4.25 = agree; 2.26-3.25 = undecided; 1.26-2.25 = disagree; 1.25 or less = strongly disagree.
Objective 2. Compare perceptions of specialists and their supervisors regarding learning transfer and transfer climate In general, there was agreement between specialists (raion and university) and their respective supervisors regarding the extent of learning transfer in programming categories (Table 3) . Only in the category of evaluation was a difference observed. Oblast Center Coordinators who supervise raion specialists felt the raion specialists transferred evaluation into their work at a lower level than the specialists felt they had done. In contrast, faculty coordinators who supervise university specialists rated them higher than the specialists rated themselves on transfer of evaluation into their work.
With regard to transfer climate, perceptions of raion specialists and their supervisors were similar on most factors. However, university specialists rated themselves at higher levels than did their supervisors on most factors. Interestingly, supervisors felt they provided greater organizational/supervisory support than university specialists felt they received. a Means calculated from a five-point Likert response scale on the extent to which task was done: 5 = very great extent; 4 = great extent; 3 = moderate extent; 2 = slight extent; 1 = no extent. Interpretive scale for means: 4.26-5.00 = very great extent; 3.26-4.25 = great extent; 2.26-3.25 = moderate extent; 1.26-2.25 = slight extent; 1.25 and less = no extent. b Means calculated from a five-point Likert scale on the extent of agreement with positive statements on transfer climate factors: 5 = strongly agree; 4 = agree; 3 = undecided; 2 = disagree; 1 = strongly disagree. Interpretive scale for means: 4.26-5.00 = strongly agree; 3.26-4.25 = agree; 2.26-3.25 = undecided; 1.26-2.25 = disagree; 1.25 or less = strongly disagree. Journal of International Agricultural and Extension Education Objective 3. Determine specialists' and supervisors' perceptions of factors related to learning transfer.
Specialists felt that the equipment, technical, and programming support, and the training and training materials they received from various sources (LSU coordinating office, oblast centers, and raion administrations) were helpful in transferring what was learned to their jobs. Also, good working relationships with fellow raion and university specialists fostered a positive work environment.
Supervisors felt that a good work ethic and collegial working relationships helped, as did the availability and quality of program development training, good organization and resources.
Learning transfer barriers mentioned by specialists were project startup difficulties, such as lack of separate office space and equipment and extension literature, gaining the trust of farmers, little personal knowledge of extension methodology, and organizational constraints, such as work distances, time, and academic teaching workload Supervisors felt that barriers for some specialists included a poor work ethic, little experience of extension methodology and how to work with adults, controlling work styles, and academic workloads.
Conclusions and Implications
Specialists transferred to a large extent much of the program development training to their work. Written program documents of specialists, particularly plans of work and reports, corroborated this perception. Education programs conducted by specialists were well organized and presented, with due regard to teachinglearning principles. Working with advisory committees and evaluating programs, tasks that were not done as well as others, need greater emphasis and supervision.
The prevailing transfer climate in respective work locations enabled specialists to apply the program development training in their job. A conducive work environment was in place for specialists to participate in and apply learning. They themselves were highly motivated, prepared to learn in training (learner readiness), and transferred new skills to the job (personal efficacy). However, they were less certain that personal outcomes, negative and/or positive, would result if learning was transferred.
Supervisors agreed with specialists' self-assessments of the extent of learning transfer and supportive transfer conditions in their jobs.
Adequate resources, good organization, training and training materials, professionalism, and collegial working relationships are key factors that helped learning transfer. Project startup problems, organizational constraints, and personal inadequacies were some significant barriers. These factors should be considered to ensure that specialists have optimum work environments to perform their jobs effectively.
Overall, it could be concluded that program development learning transfer was achieved in the project. The training faculty and the specialists involved in the outreach/extension education effort achieved desired outcomes and should feel a sense of accomplishment. Project administrators who supported the training program should be likewise satisfied that the resources invested in the training produced positive results. In view of the fact that extension /outreach education is a relatively recent tradition in Ukraine, the understanding and adoption of programming concepts by project faculty are remarkable. The value of and need for inservice training in development projects is reinforced by the results of this study. Similar outreach/extension education projects in Ukraine and other parts of the world may be benefited by adopting similar and other kinds of in-service training as a part of their development strategy.
